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ABSTRACT 
The objective of the study was to test the relationship between quality of work life and 
employee creativity among Indian IT sector employees. The methodology of the study was 
quantitative and survey based. The sample consisted of 234 employees working in the 
different IT sector in the city of Bangalore. The findings of the study show that there are 
positive effects of staff quality of work life on employee creativity. Furthermore, the stress 
and work demand turned out to be moderating this relationship. The study also reported that 
too much work demands negatively influence staff creativity level.  
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__________________________________________________________________________________ 
INTRODUCTION 
Previous studies show that workers show positive attitude when they come across interesting 
jobs (White & Bednar, 1991). Thus, employee’s work may not be tightly controlled, 
deskilled, or fragmented and instead characterized by variety and autonomy for enhancing 
staff learning and development. Schmidt (2010) suggest that to make organization more 
effective, there is a need for a wellness-initiative which provide job opportunities for staff. 
Most participants in their study reported that their organization have some sort of wellness 
program in place. Besides wellness and effectiveness, important work factor in the IT sector 
employees is creativity. A study conducted by Rasulzada (2007) showed that employee 
creativity is associated with psychological wellbeing and both concepts supplement each 
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other. Rasulzada also suggest that for improving staff creativity, there is a required a climate 
of psychological safety. For staff to psychologically well, he/she should be given a 
psychologically safe work environment characterized by openness and flexibility. In this 
study, the focus is on understanding how employee creativity influence work life quality 
among IT sector employees in the Indian IT sector related firms.  
For employee’s creativity to occur, there is also required sustained investment from 
organization in learning activities of employees in order to develop their creativity and work-
related skills (Yousie & Harjee, 2013). By focusing on employee’s reflection, insight, and 
awareness, employee creativity can be fostered. A study by Toumi-Grohn (2003) pointed out 
that when organization provide staff learning opportunities, it helps in promoting creativity 
among staff. The work of Kerosuo and Toiviainen (2011) showed that employee creativity 
leads to the higher quality of work among different sector employees.   
Tuomi-Gröhn (2003) pointed out that transferring learning  
Kelley and Littman, (2001) work showed that employee creativity leads to the improved 
work performance and higher benefits for the organization in terms of organizational 
creativity and learning. Previous literature suggests that there is relationship between 
employee learning and creativity but there are fewer studies which focus on the combined 
influence of learning and creativity. So, in this study, we investigate the relationship between 
employee creativity, organizational learning, and quality of work life among IT sector 
employees.  
Literature suggests interdependence between learning and creativity; however, limited studies 
have focused on this area.  The study therefore investigated the interaction effect of 
organizational learning and employees’ creativity on their QWL. The findings will be helpful 
in identifying how to boost employee creativity in this complex work environment. The 
theoretical significance of the study is that it fills the theoretical gap as previously, separate 
studies are conducted but no such study is conducted which investigate the interaction effect.  
Previous studies on quality of work life shows that there are different demographic factors which 
plays their role. For example, a study showed that among the textile mill sector employees, 
quality of work life is different based on the public versus private ownership of the firms. 
Another study showed that quality of work life varies between the blue collar and white-collar 
workers (Hoque & Rahman, 1999). Another study looked in to the outcomes of the quality of 
work life and showed that quality of work life is positively leading to employee job satisfaction 
(Hossain & Islam, 1999). A study by Kanagalakshmi and Devi (2003) showed that quality of 
work life is influenced by different demographic factors. A study by Wadud (1996) showed that 
quality of work life is influenced by the gender of the workers. Another study by Elias and Saha 
(2005) showed that quality of work life is influenced by gender and women reported lower 
quality of work life compare to the men. Tabassum, Rahman and Jahan (2011) conducted a study 
on quality of work life among male and female employees and found a significant difference 
exist between male and female employees. Again, replicating their study using a population of 
lecturers in the university, they found a significant difference between gender and quality of life. 
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However, Gupta and Hyde (2013) found no significant difference between gender and quality of 
work life when conducting a study on demographics and quality of work life in nationalized 
banks in India. Also, literature reveals that not all employees receive the same opportunities for 
learning in the workplace. Research by Rainband (2000) suggests that unskilled employees are 
the least likely to receive opportunities for learning. More specifically, part-time employees, 
many of whom are women, have less access to opportunities for workplace learning than full-
time employees.  
The continual deterioration of quality work life and complaints by employees have drawn the 
attention of organizational researchers in recent time (Tabassum, Rahman &Jahan (2011). 
Research work also shows that poor quality of work life is negatively influencing staff creativity 
level (Elias & Saha, 2005). Furthermore, when there is a low level of creativity among 
employees, this affects the acceleration of firms in meeting their organizational objectives. A 
study showed that poor quality of work life relates negatively with employee creativity (Aryetey 
& Sanda, 2012). In this study, we investigate the influence of quality of work life on employee 
creativity.  
Objectives of the study  
The study will seek to achieve the following objectives:  
• To measure the relationship of employees’ quality work life on employee creativity.  
• To determine whether the relationship between quality work life and employee 
creativity is moderated by work demands and work stress.   
  
RESEARCH METHODOLOGY 
Quantitative study approach is adapted in the present study and data collection is based on 
survey methodology. The population of the study is IT sector employees working in the 
Bangalore city and expected to be in thousands.  
The sample size is determined by using the sample size of Krejice and Morgan (1970) formula. 
A total sample of 255 respondents constitute the data analysis basis of the study.  
Survey Measure 
The quality of work life survey is adapted from Li and Yeo (2011). The employee creativity is 
measured by scale developed by Amabile (1996). The work demands scale is adapted from 
Jackson and Rothmann (2005). Job demands and resources are measured by scale adapted from 
Karesek (1985).  
Instrumentation  
In order to measure the quality of work life of employees, the researcher employed the 
employee quality of work life developed by Li and Yeo (2011). This is a five-point Likert 
scale ranging from 1 (Strongly Agree) to 5 (Strongly Disagree). Furthermore, in order to rate 
the creativity of employees, the study made use of the scale developed by Amabile (1996), 
employees’ creativity. The stress risk assessment scale was adapted from Liz Greaves 
(2012), stress at work risk assessment for managers’ scale.  
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RESULTS 
Our results are as follows.  
Table 1 
Demographic 
  Frequency  Percentage 
Gender    
 Male 195 83.33 
 Female 39 16.77 
Age    
 18 to 30 Years 27 11.53 
 30 to 40 Years 111 47.43 
 40 to 50 Years 45 19.23 
 Above 50 Years 17 7.26 
Work Experience     
 Less than 1 Year 5 2.13 
 1 to 5 Years 76 32.47 
 5 to 15 Years 83 35.48 
 Above 15 Years 36 15.39 
 
The results show that there were 195 male and 39 female participated in our survey. Out of total, 
27 had age group of 18 to 30 years; 111 had age group of 30 to 40 years; 45 had age group of 40 
to 50 years; and 17 had age group of above 50 years. In terms of work experience, most work 
experience were above 1 years including 76 had 1 to 5 years work experience and 83 had 5 to 15 
years work experience.  
Preliminary Analysis  
Statistical calculations were made in SPSS (version 21) for windows. The data was screened 
for missing value and violation of assumptions prior to analysis. There were no missing data. 
The occurrence of outliers in the solution was checked visually by inspecting the 
standardized residual of every case in each regression analysis. No  
  
Table 2 
Descriptive Statistics (N=234). 
Variables Mean S.D. 
Quality of Work Life 4.44 .747 
Creativity 4.67 .979 
Learning 4.84 .757 
Work Demands 4.42 .559 
Stress Risk 4.14 .947 
Source: Field Data, 2017 
 The results shows that employees had moderate perceived lower quality of work life with mean 
value of 4.44; average level of perceived creativity with mean value of 4.67; higher level of 
learning with mean value of 4.84; higher level of work demands with mean value of 4.42; and 
higher level of stress risk with mean value of 4.14.  
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Table 3 
Correlation 
 1 2 3 4 
Quality of Work Life     
Creativity 0.85**    
Work Demands 0.51** 0.56**   
Stress Risk 0.52*** 0.968*** 0.789***  
 
The correlation table shows that quality of work life is positively associated with creativity 
(r=0.85, P<0.05); work demands (r=0.968, P<0.05); and stress risk (r=0.789, P<0.05). Employee 
creativity is positively associated with work demands (r=0.52, P<0.05). Work demands are 
positively associated with stress risk (r=0.766, P<0.05).  
Table 4 
Role of stress and work demand on the relationship between QWL and Employee Creativity  
Variables Unstandardized 
coefficient 
Standard 
Error 
Standardized 
Coefficient 
t-value  P value 
Step 1       
Constant  44.79 4.28  10.01 0.00 
Quality of Work Life  
Step 2  
2.40 0.09 0.73 16.14 0.00 
Constant  42.23 4.85  4.36 0.00 
Quality of Work Life 2.04 0.09 0.54 11.27 0.00 
Work demands  0.74 0.10 0.35 7.36 0.00 
Stress Risk  0.42 0.11 0.21 3.90 0.00 
Quality of Work Life *Work demands  -5.45 -1.03 0.24 -6.25 0.00 
Quality of Work Life *Stress Risk  -5.75 1.21 -0.20 -4.77 0.00 
 
Above table depicted a hierarchical multiple regression analysis conducted to investigate the 
moderation effect of work demands and stress risk on the relationship between quality of 
work life and employee creativity.  
 Model one (1) which included only quality of work life accounted for 53% of the variance 
(Adjusted R2=0.53) in employee creativity. The inclusion of work demands into the variance (in 
step 2 of the model) resulted in an additional 9% (R2 change=0.09). The final model, that is 
model two (2) also included the interaction, and this accounted for an additional 6% of the 
variance, thereby accounting for 67% of the variance (Adjusted R2=0.67) in creativity. It was 
also observed that quality of work life alone significantly predicted employee creativity 
(beta=2.04, p<0.05). The moderator, work demands, alone significantly predicted employee 
creativity (beta=0.74, p<0.05). The interaction on the other hand significantly predicted 
employee creativity (beta= 0.24, p<0.05). The ANOVA results of the model summary showed an 
overall significance of the model at each step. Model one (1), without interaction was significant, 
(F  (1,232)=260.40,  p<0.05).  Model two (2) with the inclusion of work demands was significant 
(F (2,231) =187.16; p<005). Model three (3), with the interaction, was also significant (F (3,230) 
=158.35; p<0.05). Quality of work life had a significant positive relationship with employee 
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creativity (r=0.73, p<0.01) as indicated in table. Following this, it was predicted that work 
demands will moderate this relationship (between creativity and quality of work life). The data 
supported this prediction.  The interaction term between the quality of work life and work 
demands was statistically significant (beta=0.24, t= 6.25, p<0.05). The interaction term 
accounted for 67% (adjusted R2=0.67) of the total variance in QWL. According to Cohen (1988) 
this is a large effect.  
Discussion 
The focus of the study was to test the relationship between employee quality of work life on 
employee creativity. The other objective was to test the moderating relationship of work 
demands and work stress between the relationship of quality of work life and employee 
creativity. Our findings based on the data collection from IT sector employees shows that 
quality of work life has positive and significant influence on employee creativity and work 
demand and stress negatively moderate this relationship. These results are supported by 
previous studies which states that for employee creativity to foster, there need to be a 
favorable environment required which can be developed using the quality of work life 
framework. For example, study by Rasulzada (2007) suggested that employee creativity is 
influenced by different workplace related factors. Furthermore, other studies also supported 
this relationship such as Lokhanadha and Mohen (2010); Schmidt (2010); Amal and Awan 
(2011).  
CONCLUSION 
The conclusion of the study is that employee creativity in the IT industry in India is partially 
influenced by employee quality of work life features. It implies that if employers want 
employees to be creative, they need to provide suitable working environment to the 
employees. Furthermore, it can also be concluded that different work factors such as 
employee stress and workload can have negative influence on employee creativity. In other 
words, if quality of work life is present, it is negatively influenced by workload and stress 
factor and can decrease the creativity level. It can also be concluded that for IT sector to 
become successful, there is need for employees to be creative otherwise, firm 
competitiveness can be reduced.   
Recommendations 
The recommendations of the study are given below. 
• The IT sector firms need to give attention to employee’s issues 
• The IT sector firms need to provide employees suitable work environment 
• The IT sector firms need to focus on quality of work life issues of employees 
• The IT sector firms need to foster employee creativity 
• The IT sector firms need to device such policies and practices which provide 
employees psychological safety 
• The IT sector firms need to develop suitable employment practices for employees.  
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